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(1) Assistance in the identification of
problem areas and establishment of
local and unit goals and objectives.

(2) Active involvement with local mi-
nority organizations, women’s organi-
zations, community action groups and
community service programs.

(3) Periodic audit of training pro-
grams, hiring and promotion patterns
to remove impediments to the attain-
ment of goals and objectives.

(4) Regular discussions with local
managers, supervisors, and employees
to be certain the contractor’s policies
are being followed.

(5) Review of the qualifications of all
employees to insure that minorities
and women are given full opportunities
for transfers and promotions.

(6) Career counseling for all employ-
ees.

(7) Periodic audit to insure that each
location is in compliance in areas such
as:

(i) Posters are properly displayed.
(ii) All facilities, including company

housing, which the contractor main-
tains for the use and benefit of its em-
ployees, are in fact desegregated, both
in policy and use. If the contractor pro-
vides facilities such as dormitories,
locker rooms and rest rooms, they
must be comparable for both sexes.

(iii) Minority and female employees
are afforded a full opportunity and are
encouraged to participate in all com-
pany sponsored educational, training,
recreational, and social activities.

(8) Supervisors should be made to un-
derstand that their work performance
is being evaluated on the basis of their
equal employment opportunity efforts
and results, as well as other criteria.

(9) It shall be a responsibility of su-
pervisors to take actions to prevent
harassment of employees placed
through affirmative action efforts.

[43 FR 49249, Oct. 30, 1978; 43 FR 51401, Nov. 3,
1978]

§ 60–2.23 Identification of problem
areas by organizational units and
job groups.

(a) An in-depth analysis of the fol-
lowing should be made, paying particu-
lar attention to trainees and those cat-
egories listed in § 60–2.11(b).

(1) Composition of the work force by
minority group status and sex.

(2) Composition of applicant flow by
minority group status and sex.

(3) The total selection process includ-
ing position descriptions, position ti-
tles, worker specifications, application
forms, interview procedures, test ad-
ministration, test validity, referral
procedures, final selection process, and
similar factors.

(4) Transfer and promotion practices.
(5) Facilities, company sponsored

recreation and social events, and spe-
cial programs such as educational as-
sistance.

(6) Seniority practices and seniority
provisions of union contracts.

(7) Apprenticeship programs.
(8) All company training programs,

formal and informal.
(9) Work force attitude.
(10) Technical phases of compliance,

such as poster and notification to labor
unions, retention of applications, noti-
fication to subcontractors, etc.

(b) If any of the following items are
found in the analysis, special correc-
tive action should be appropriate.

(1) An ‘‘underutilization’’ of minori-
ties or women in specific job groups.

(2) Lateral and/or vertical movement
of minority or female employees occur-
ring at a lesser rate (compared to work
force mix) than that of nonminority or
male employees.

(3) The selection process eliminates a
significantly higher percentage of mi-
norities or women than nonminorities
or men.

(4) Application and related pre-
employment forms not in compliance
with Federal legislation.

(5) Position descriptions inaccurate
in relation to actual functions and du-
ties.

(6) Formal or scored selection proce-
dures not validated as required by the
OFCCP Uniform Guidelines on Em-
ployee Selection Procedures.

(7) Test forms not validated by loca-
tion, work performance and inclusion
of minorities and women in sample.

(8) Referral ratio of minorities or
women to the hiring supervisor or
manager indicates a significantly high-
er percentage are being rejected as
compared to nonminority and male ap-
plicants.
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(9) Minorities or women are excluded
from or are not participating in com-
pany sponsored activities or programs.

(10) De facto segregation still exists
at some facilities.

(11) Seniority provisions contribute
to overt or inadvertent discrimination,
i.e., a disparity by minority group sta-
tus or sex exists between length of
service and types of job held.

(12) Nonsupport of company policy by
managers, supervisors or employees.

(13) Minorities or women underuti-
lized or significantly underrepresented
in training or career improvement pro-
grams.

(14) No formal techniques established
for evaluating effectiveness of EEO
programs.

(15) Lack of access to suitable hous-
ing inhibits recruitment efforts and
employment of qualified minorities.

(16) Lack of suitable transportation
(public or private) to the work place in-
hibits minority employment.

(17) Labor unions and subcontractors
not notified of their responsibilities.

(18) Purchase orders do not contain
EEO clause.

(19) Posters not on display.

§ 60–2.24 Development and execution
of programs.

(a) The contractor should conduct de-
tailed analyses of position descriptions
to insure that they accurately reflect
position functions, and are consistent
for the same position from one location
to another.

(b) The contractor should validate
worker specifications by division, de-
partment, location or other organiza-
tional unit and by job title using job
performance criteria. Special attention
should be given to academic, experi-
ence and skill requirements to insure
that the requirements in themselves do
not constitute inadvertent discrimina-
tion. Specifications should be consist-
ent for the same job title in all loca-
tions and should be free from bias as
regards to race, color, religion, sex or
national origin, except were sex is a
bona fide occupational qualification.
Where requirements screen out a dis-
proportionate number of minorities or
women, such requirements should be
professionally validated to job per-
formance.

(c) Approved position descriptions
and worker specifications, when used
by the contractor, should be made
available to all members of manage-
ment involved in the recruiting,
screening, selection, and promotion
process. Copies should also be distrib-
uted to all recruiting sources.

(d) The contractor should evaluate
the total selection process to insure
freedom from bias and, thus, aid the at-
tainment of goals and objectives.

(1) All personnel involved in the re-
cruiting, screening, selection, pro-
motion, disciplinary, and related proc-
esses should be carefully selected and
trained to insure elimination of bias in
all personnel actions.

(2) The contractor shall observe the
requirements of the OFCCP Uniform
Guidelines on Employee Selection Pro-
cedures.

(3) Selection techniques other than
tests may also be improperly used so as
to have the effect of discriminating
against minority groups and women.
Such techniques include but are not re-
stricted to, unscored interviews,
unscored or casual application forms,
arrest records, credit checks, consider-
ations of marital status or dependency
or minor children. Where there exist
data suggesting that such unfair dis-
crimination or exclusion of minorities
or women exists, the contractor should
analyze his unscored procedures and
eliminate them if they are not objec-
tively valid.

(e) Suggested techniques to improve
recruitment and increase the flow of
minority or female applicants follow:

(1) Certain organizations such as the
Urban League, Job Corps, Equal Oppor-
tunity Programs, Inc., Concentrated
Employment programs, Neighborhood
Youth Corps, Secondary Schools, Col-
leges, and City Colleges with high mi-
nority enrollment, the State Employ-
ment Service, specialized employment
agencies, Aspira, LULAC, SER, the G.I.
Forum, the Commonwealth of Puerto
Rico are normally prepared to refer mi-
nority applicants. Organizations pre-
pared to refer women with specific
skills are: National Organization for
Women, Welfare Rights organizations,
Women’s Equity Action League, Talent
Bank from Business and Professional
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